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ABSTRACT 
The main objective of this research is to perform a study on job satisfaction among employees of 
food and beverage manufacturing companies in Klang. This objective outlined some of the 
concerns with regards to employees' job satisfaction in terms of recognition of job performance, 
compensation and benefits, working environment and supervisor. This study presented the results 
from a sample of 200 respondents of five food and beverage manufacturing companies in Klang, 
which consisted of Vata Food Synergy (M) Sdn. Bhd, Reka Nutrition Sdn. Bhd, CS Brand 
Marketing Sdn. Bhd, AXG Industries Sdn. Bhd. and MyTree Resources Sdn. Bhd. The 
questionnaires were distributed to 250 respondents, but only 200 complete sets retrieved. 
Correlation test was used to measure the significant level of all independent variables used in the 
study. The result shows that there was positive significant relationship between recognition of job 
performance, compensation and benefits, working environment and job satisfaction. However, 
there was no significant relationship between supervisor and job satisfaction. Meanwhile, 
according to regression analysis, three independent variable namely recognition of job 
performance, compensation and benefits, working environment do have influence on job 
satisfaction and also reveals that compensation benefits contributes the most to the job satisfaction 
of food and beverage manufacturing companies in Klang. However, supervisor does not influence 
job satisfaction among employees of food and beverage manufacturing companies in Klang. This 
research presents academic knowledge and practical contributions for practitioners especially in 
the manufacturing industries. 
Keywords: Job satisfaction, Recognition of job performance, Compensation and benefits, 
Working environment and Supervisor. 
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ABSTRAK 
Objektifutama penyelidikan ini adalah untuk melakukan kajian ke alas kepuasan kerja di kalangan 
pekerja syarikat perkilangan makanan dan minuman di Klang. Objektifini menggariskan beberapa 
fak:tor yang berkaitan dengan kepuasan kerja pekerja dari segi pengik:tirafan prestasi kerja, 
pampasan dan faedah, persekitaran kerja dan penyelia. Kajian ini membentangkan hasil daripada 
sampel sebanyak 200 responden daripada lima syarikat pembuatan di Klang, yang terdiri daripada 
Vata Food Synergy (M) Sdn. Bhd, Reka Nutrition Sdn. Bhd, CS Brand Marketing Sdn. Bhd, AXG 
Industries Sdn. Bhd. dan MyTree Resources Sdn. Saal selidik diedarkan kepada 250 responden, 
tetapi hanya 200 set lengkap yang diambil. Ujian korelasi digunakan untuk mengukur tahap 
signifikan semua pembolehubah bebas yang digunakan dalam kajian ini. Keputusan menunjukkan 
terdapat hubungan yang signifikan antara pengiktirafan prestasi kerj a, pampasan dan faedah, 
persekitaran kerja dan kepuasan kerja. Waiau bagaimanapun, didapati bahawa hubungan tidak 
signifikan antara penyelia dan kepuasan kerja. Menurut analisis regresi, tiga pemboleh ubah iaitu 
pengiktirafan prestasi kerja, pampasan dan faedah dan persekitaran kerja mempunyai pengaruh 
terhadap kepuasan kerja, di mana, pampasan dan faedah paling tinggi antara tiga pemboleh ubah 
tersebut. Bagaimanapun, penyelia tidak mempengaruhi kepuasan kerja di kalangan pekerja 
syarikat perkilangan di Klang. Kajian ini menyumbang kepada pengetahuan akademik dan 
praktikal untuk pengamal terutamanya dalam industri perkilangan makanan dan minuman. 
Kata kunci: Kepuasan kerja, Pengiktirafan prestasi kerja, Pampasan dan faedah, Persekitaran 
kerja dan Penyelia. 
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1.1 Research Background 
For decades, many dissertations and articles on job satisfaction were written to investigate the 
possible factors influencing the employees' job satisfaction at their workplace and it has been 
reported that employees' job satisfaction and dissatisfaction literally influences an employee's 
commitment towards their job as well as an organization's productivity. Many researchers focused 
to investigate the factors involving job satisfaction mostly in the industrial sectors, higher learning 
institutions and in the field of banking. 
According to the Department of Statistics of Malaysia, the manufacturing industry was the second 
sectorthat contributed to the GDP, which was 22.8% as at Quarter One(!) of Year 2017. In 2015, 
Department of Statistics of Malaysia publicised that wages of manufacturing sector increased from 
RM 2889 per month in February to RM 2994 in March 2015.  According to Malaysia's Index of 
Industrial Production (IP!) an increase of 4.0% in June 2017 indicated that there was significant 
growth in the manufacturing industry (Department of Statistics Malaysia, 2017). The main 
manufacturing industries can be derived into six sectors which are the food and beverages, 
electrical and electronic products, textile, rubber and plastic products, wood products and 
petroleum. Thus, it is vital for researcher to focus on the job satisfaction among manufacturing 
industries as it plays an important role in contributing the country's economy, such as in Malaysia. 
The 2016 economic census for food and beverages services had indicated since Year 2010, a 12% 
annual growth was seen amounting to approximately RM30 billion in the gross output for the food 
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and beverage sector. There was a double digit growth seen in the food and beverage manufacturing 
sector showing that employability rate is increasing by 7% annually (Department of Statistics 
Malaysia, 2017). This shows that there is high demand of employees in the food and beverage 
manufacturing sector and this sector is one of the important sources of Malaysia's economy. As 
such, employers must be aware about employees' monetary and non-monetary rewards in order to 
improve job satisfaction among the employees. In Malaysia, one of the areas with many food and 
beverage manufacturing companies was Klang. Therefore, Klang was selected to identify the level 
of job satisfaction among employees of food and beverage manufacturing companies. 
Job satisfaction at the workplace is becoming essential and is being given more importance by 
organizations. There are many organizations that had amended their human resource approaches 
with regards to the way that the organization engages with their employees to improve job 
satisfaction while working for the organization. However, the job satisfaction still relies upon 
numerous different variables that exist in the organization. As an example, the internal and external 
factors that influences the employee's fulfilment while working for the organization (Vestal, 
2012). 
Job satisfaction could help employees build a lasting relationship with the organization as the 
employees are deemed to be the organization's most critical resources. As such, performing at to 
their greatest ability to help the organization accomplish their objectives and vision is pivotal in 
sustaining the business. The employees with a higher job satisfaction rate would be productive 
with the work that is assigned to them. The employee's commitment towards their work is 
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imperative to the organization as the company would be able to complete all the tasks that is 
required for it to be competitive in the market environment (Hickey & Bennett, 2012). 
Rapid environmental changes has caused many companies around the globe to become more 
competitive to remain sustainable in their respective industries to meet demands that are constantly 
changing. Having said that, the significance of job satisfaction needs to be given equal importance 
towards the contribution to an organization's sustainability. Job satisfaction can be defined to be 
directly proportional to the performance of the employee. Having a greater job satisfaction would 
inculcate and encourage employees to perform better at their workplace, thus in tum, improving 
the organization's productivity at large. 
Job satisfaction could be affected by elements that are happening in the working environment 
which would in tum cause the employee to decide whether to be satisfied or not (Meisler, 2014). 
Disgruntled employees could not only choose to hamper their growth within the organization but 
could further impede the organization in achieving its strategic goals causing misalignment to its 
mission and vision. 
1.2 Problem Statement 
Organizations are aspiring to prioritize their employees and improve job satisfaction levels, among 
others, in terms of recognition of job performance, compensation and benefits, working 
environments and supervisor. Dissatisfied employees create room for lowering the organization's 
productivity, high rate of absenteeism, job turnover and mistakes in duties undertaken (Hassan, 
2013). 
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Low job satisfaction levels may subsequently affect employees' morale and their productivity. 
This in tum may relate to reduced employee performance at work, leading to lack of motivation 
and loss of confidence in performing their duties. This causes employers to have reduced assurance 




Figure 1.1: Job satisfaction result (i) by Jobstreet.com survey 2017 
With reference to the recent JobStreet.com survey in 2017 on Employees' Job Satisfaction in 
Malaysia, 74% of the survey respondents had indicated dissatisfaction with their current jobs. 
From this dissatisfied total, 57% of respondents have intentions to resign from their jobs within a 
year. 32% of respondents have indicated that they intend to leave their organizations within the 
next three (3) years. As such, employers should take heed as a total of 89% of respondents have 
revealed that they are not satisfied with their current jobs, indicating intentions to leave their 
current organizations within the span of three (3) years. 
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Figure 1.2: Job satisfaction result (ii) by Jobstreet.com survey 2017 
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A direct relationship is seen where job satisfaction levels affect employee turnover rates, where 
dissatisfied employees tend to leave their organizations seeking better opportunities elsewhere. 
Organizations that are well structured are more inclined to investing in their employees' welfare, 
so as to ensure the organization remains sustainable in the marketplace. Organizations which 
portray these traits seek not in capital investment, but rather believe that their employees are 
integral in the success of the organization (Olusegun, 2013). 
In its efforts to reduce the turnover rate, organizations should focus on identifying factors that 
contribute to increasing job satisfaction levels (Goh, 2012). Dissatisfied employees is seen to be a 
contributing factor in affecting the outcome of organizations, where employers may have to deal 
with losing experienced employees who have sufficient capability in handling duties at hand, 
which could in tum lead to lowered profitability and organizations being closed down. 
Therefore, it is vital to identify factors that contribute to job satisfaction, especially in Malaysia 
for the manufacturing sector, which essentially contributes to the Malaysian economy at large and 
offers significant opportunities for employment. 
1.3 Research Questions 
The primary reason for this research being conducted was to distinguish the influencing factors to 
job satisfaction among the employees in food and beverage manufacturing companies in Klang. 
Researcher considers numerous classes of factors that impact employee's job satisfaction. For 
example, employees age, pay/pay level and gender. From conducting this research, researcher is 
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able to focus in determining the most influencing factors that contribute to the employee's job 
satisfaction level among employees in food and beverage manufacturing companies in Klang. 
Following are research questions to be tried in this research: 
I. What is the level of job satisfaction among the employees in food and beverage manufacturing 
companies in Klang? 
2. What is the relationship between recognition of job performance and job satisfaction among 
the employees in food and beverage manufacturing companies in Klang? 
3. What is the relationship between compensation and benefits and job satisfaction among the 
employees in food and beverage manufacturing companies in Klang? 
4. What is the relationship between working environment and job satisfaction among the 
employees in food and beverage manufacturing companies in Klang? 
5. What is the relationship between supervisor and job satisfaction among the employees in food 
and beverage manufacturing companies in Klang? 
6. What is the influence of recognition of job performance, compensation and benefits, working 
environment, supervisor and job satisfaction among the employees in food and beverage 
manufacturing companies in Klang? 
1.4 Research Objectives 
The main objective for conducting this research was to examine the job satisfaction among the 
employees in food and beverage manufacturing companies in Klang. This objective outlined some 
of the concerns with regards to employees' job satisfaction in terms of recognition of job 
performance, compensation and benefits, working environment and supervisor. 
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The objectives for this research are as follows:- 
!. To determine the level of job satisfaction among the employees in food and beverage 
manufacturing companies in Klang. 
2. To identify the relationship between recognition of job performance and job satisfaction 
among the employees in food and beverage manufacturing companies in Klang. 
3. To identify the relationship between compensation and benefits and job satisfaction among 
the employees in food and beverage manufacturing companies in Klang. 
4. To identify the relationship between working environment and job satisfaction among the 
employees in food and beverage manufacturing companies in Klang. 
5. To identify the relationship between supervisor and job satisfaction among the employees in 
food and beverage manufacturing companies in Klang. 
6. To determine the influence of recognition of job performance, compensation and benefits, 
working environment, supervisor and job satisfaction among the employees in food and 
beverage manufacturing companies in Klang. 
1.5 Significance of Study 
The primary significance of this research is to find the main reasons that influenced job satisfaction 
in food and beverage manufacturing companies in Klang. The first significant impact of this 
research is to be able to recognize the factors that motivate employees and promote a conducive 
environment at the workplace. The study would be able to give information to the manufacturing 
companies to recognize the factors that contribute to job satisfaction. 
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Information collected will be useful to suggest strategies in promoting job satisfaction in food and 
beverage manufacturing companies in Klang. This research will also contribute to employers 
nationwide on the job satisfaction among employees and what are needed by employees in the 
future. 
1.6 Scope of Study 
The scope of this study consisted of the 200 respondents from manufacturing organizations in 
Klang and the variables, which comprised of job satisfaction as the dependent variable while 
recognition of job performance, compensation and benefits, working environment and supervisor 
are the independent variables. 
1.7 Limitation of Study 
There were some limitations that needed to be considered in this study. Firstly, the sample size for 
this study was targeted to a small number of respondents. The reason was due to time constrain, 
as samples were only taken from five (5) manufacturing companies. It was a big challenge in 
getting access to the companies and obtaining permission to conduct this study. While conducting 
this study, time was of essence from distributing the questionnaire, writing the thesis, collecting 
the data and meeting with the supervisor, among others. Besides that, the survey instrument used 
for this study was the questionnaire. By using this method, respondents only answered the 
questions based on their interpretation of the items enlisted in the questionnaire. The limitation 
was that the respondents could not provide answers apart from the predetermined set of answers. 
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In this study, another limitation was the cost required to print out the draft for the research proposal, 
make 250 copies of the questionnaire for distribution to the respondents and transportation cost 
incurred for travelling to the respective food and beverage manufacturing companies in Klang and 
to meet supervisor. Regardless of these limitations, this study is able to serve as a foundation for 
future studies for food and beverage manufacturing companies in Klang and is certainly worth to 
be explored further. 
1.8 Organization of Thesis 
This research consisted of five main chapters which are the Introduction, Literature review, 
Research Methodology, Result and Discussion and Conclusion. Chapter one, deliberated on job 
satisfaction among employees of food and beverage manufacturing companies in Klang, where the 
research background, problem statement, research questions, research objectives, significance of 
the study and scope of the research were discussed. 
In chapter two, literature review was discussed to provide a current viewpoint by means of 
classifying key factors that influence job satisfaction. The literature review discussion was based 
on the recognition of job performance, compensation and benefits, working environment and 
supervisor. 
Chapter three discussed the research methodology on the theoretical framework which described 
the influential factors on job satisfaction for employees in food and beverage manufacturing 
companies in Klang. The research hypotheses, research design and operational definition were also 
discussed in this chapter. Measurements of Variables/Instrumentation, pilot test, data collection, 
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sampling, data collection procedures and techniques were elaborated to investigate the factors that 
influenced job satisfaction among employees in food and beverage manufacturing companies in 
Klang. 
Chapter four detailed out the result and discussion. Overall, the study comprised of the normality 
test, demographical qualities of the respondents and descriptive statistics along with the inferential 
analysis that covered reliability analysis, correlation analysis and regression analysis which 
subsequently lead to the hypothesis test and summary results of the hypotheses testing. 
Lastly, chapter five discussed the recapitulation of the study with regards to the finding of the 
research. Decisions drawn as part of the outcome of this research were highlighted in this section 
with appropriate recommendations for future research to increase job satisfaction among 





In this section, research was conducted on how the distinctive components impacted job 
satisfaction among employees from food and beverage manufacturing companies in Klang. The 
relationship between job satisfaction and the independent variables (recognition of job 
performance, compensation and benefits, working environment and supervisor) were examined in 
greater detail. A review of literature related to the problem statement was performed as a basis to 
conduct further testing to ascertain factors that influenced job satisfaction among employees of 
food and beverage manufacturing companies in Klang. 
2.2 Job Satisfaction 
Job satisfaction is the portrayal of the terminology utilized when employees are perky and satisfied 
to address their issues and desire at the workplace (Harter et al., 2013). According to Thahier et 
al. (2014), job satisfaction is crucial as this factor determines the willingness of employees to 
perform at their highest level for their organization. Pursuant to this, Gebremichael and Prasada 
Rao (2013) mentioned that an organization's sustainability is dependent on employees' job 
satisfaction. Job satisfaction and engagement are comparative thoughts at first look and various 
people have used these terms conversely. As stated by Bidisha, L.D. and Mukulesh, B. (2013), job 
satisfaction refers to the mental, physical and environmental surrounding put together to create 
and instil satisfaction at work. 
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However, job satisfaction among employees is a key concern that needs to be addressed. Koys 
(2014) stated that employees' job satisfaction or engagement is essentially about satisfying staff 
in the organization and can be measured by a study or survey of employee satisfaction. This is 
further deemed required as employers want to have employees who are highly engaged in order to 
achieve higher productivity (Welbourne, 2007). 
According to Matzler and Renzi (2013),job satisfaction is one of the factors motivating employees 
and promotes good behaviour at work. Uplifting mind sets will leads employees to job satisfaction. 
The negative and unfavourable state of mind on the other hand may lead employees to be gradually 
less productive. The factors adding to employees' job satisfaction is closely related to respect of 
employees and their viewpoints, regular staff acknowledgment, reinforcing staff in the decision 
making process and offering above average performance review periodically (Chen et al., 2015). 
Employee perspectives regularly reflect the morals of society, where satisfied employees address 
the organization with positive statements about the organization (Koh & Boo, 2014). As such, 
employers in turn should identify motivating factors to significantly increase job satisfaction levels 
at the workplace (Eslami & Gharakhani, 2012). There are many disappointed employees who 
eventually leave the organization with unhappy memories even though they are deemed to be 
skilled workers and serve as an asset for the organization. 
Job satisfaction addresses a mix of positive and negative emotions that employees have towards 
their work and can be referred to as the degree of desire cultivated based on the genuine rewards 
made available for the employee. The absence of job satisfaction may lead to turnover issues within 
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the organization that is detrimental to its productivity and strategic objectives (Ghosh et al., 2013). 
Its indirect link to productivity and wellbeing is seen by promoting employee drive and motivation 
at the workplace by means of availability of job recognition, competitive salary and remuneration 
packages, conducive work environments and effective relationship with immediate supervisor, 
among others to prompt a sentiment of job satisfaction. 
2.3 Recognition of Job Performance 
As indicated by Bradler et al. (2013), employee recognition is the opportunity to identify either 
formally or informally, an individual or groups conduct for exceeding initial expectations leading 
to the achievement of corporate objectives. Pursuant to this, Mafini & Pooe (2013) have found in 
their study that job satisfaction is positively correlated with job performance. Recognition has 
become a necessity in an organisation where employees tend to respond better to the recognition 
and acknowledgment for their extraordinary work conveyed in light of the fact that it confirms 
their work is valued by the organisation. The employees feel more appreciated having known that 
their employers are satisfied with their performance and will convince them further to maintain 
their credible work and strive further ahead (Harrison, 2016). 
Gostick and Elton (2007) had in a study indicated if recognition of job performance is conducted 
in an effective manner, it would lead and contribute to the profitability of the organization. Nelson 
(2005) in another study had pursuant to this stated that recognition of job performance improves 
cooperation and communication within the organization where employees are perceived to 
contribute above expectations and offer innovative ideas and solutions. Rathi & Rastogi (2008) 
had indicated in a study that gratitude in a sincere mannerism would mean more to an employee 
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than a rise in salary. This is seen as a sign of appreciation shown for tasks undertaken where 
monetary rewards were not expected, rather a more intrinsic value and relationship is established. 
Caligiuri et al. (20 I 0) had further discussed that employers need to set action plans to recognize 
staff accomplishments within the organization. This is pivotal as staff will be aware that a system 
has been set and in place to recognize their additional contributions to the organization. 
2.3 .1  Relationship between Recognition of Job Performance and Job Satisfaction 
Praise and recognition are fundamental in the working environment. It gives employees a platform 
to be respected and regarded for their dedication shown at the workplace. Supervisors and 
employers who recognise and acknowledge employees who go out of their way and regular work 
routine to accomplish their given tasks and even assist their fellow colleagues will provide a 
positive reinforcement that will further strengthen the employees behaviour and improve the 
productivity of the entire unit at large for portrayal of such valiant work efforts (Luthans, 2014). 
Job performance can be characterized as the level of commitment entailing the mannerisms in 
which the employee portrays to complete the given errands which are critical to the organization. 
Execution can be defined as the total estimation of time taken by the employee to complete the 
work given. Line managers tend to use this as a benchmark to oversee employee performance 
leading to recognition of employees who exceed the average work execution criteria (Danish & 
Usman, 2015). 
Employee recognition is fundamental for job satisfaction at the workplace as it provides employees 
an affirmation of their contributions that builds a bond between employer and employees. 
Cultivating determination and loyalty, employee recognition creates a conducive work 
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environment, encourages employee motivation and improves the employee retention rate 
(Abualrub, 2013). The formation of employee recognition should be focused on long term where 
organizations would need to investigate and set up procedures of building up the approaches to be 
executed. This should be assessed taking into consideration that the impact of a job would begin 
when the employee initially joins the organization (Herzberg et al., 2015). 
Employee recognition would enable the organization to know about the ability and potential of 
their employees and discover approaches to inspire them to further harness these abilities taking 
into account that the recognition must be a continuous process to foster employee growth. It is 
vital for employers to evaluate and recognize their employees work efforts to maintain a high job 
satisfaction rate ensuring productivity for a long term, revealing that it is pivotal for employers to 
sustain employee job performance (Hoppok & Spielgler, 2015). 
2.4 Compensation and Benefits 
Compensation and benefits can be regarded as the remuneration provided to employees for 
achieving and accomplishing given tasks. Remuneration consolidates both intrinsic and extrinsic 
rewards (Artz, 2015). Intrinsic rewards refers to employees who are motivated by passion for the 
work being done rather than monetary benefits received. Extrinsic on the other hand relates to 
monetary and other benefits made available to drive employee motivation to perform their duties 
for their organization. DeCenzo & Robbins (20 I 0) had stated in their study that employee benefits 
make up approximately 40% of the compensation deliverables and is perceived as a growmg 
requirement which is deemed important. 
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Milkovich & Newman (2008) in another study had indicated that compensation and benefits are 
fast becoming a key area of expectancy among employees and a benchmark on how valued they 
are to the organization. In another aspect, an organization is said to have an upper hand in terms 
of hiring advantages when competitive packages are provided to attract talent to the organization 
(Kim et al., 2011 ). By this, the organization will have opportunities to encourage potential 
employees on-board to ensure its sustainability and profitability. Job choice is highly influenced 
by the deliverables offered by the organization in terms of its remuneration packages which in tum 
represents the brand of the organization itself(DelVecchio et al., 2007). In another aspect, Dessler 
(2008) had indicated that compensation refers to the benefits provided to employees for their work 
done for the organization and further suggests that pay for duties undertaken at the workplace is 
essential for work performed. 
2.4.1 Relationship between Compensation and Benefits and Job Satisfaction 
There are two types of rewards according to the compensation definition referring to monetary and 
non-monetary rewards. Monetary rewards involves money for bonus pay-outs, allowances and 
incentives while non-monetary rewards among others, relate to benefits pertaining to insurance, 
dental and optical compensation and overseas assignments with the opportunity to travel. Various 
surveys which have been conducted have indicated that monetary and non-monetary rewards 
specifically influence employee job satisfaction (Miller, 2014). 
Compensation is a key motivating factor for employees which can be in the form of wages and 
pay rates, pension arrangement, health care insurance, life protection insurance, paid leave for get­ 
away and disability insurance (Vermandere, 2013). Providing sufficient provision for these 
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compensation areas would improve employee job satisfaction compelling them to stay with the 
organization and remain motivated to perform their daily duties at a satisfactory level. 
In order to remain sustainable, organizations are required to develop proficiently and viably 
(Hastings, 2015). This is feasible via the availability of compensation administration to pull in, 
hold and spur employees. Employees are no longer perceived to be driven to work for money as 
they are expecting additional remuneration. A proper compensation package will steer employees 
to be motivated with their work and also value working for the organization should they receive 
adequate remuneration as an appreciation. Job satisfaction among employees is highly affected by 
the compensation provided by the organization (Hastings, 2015). 
Compensation has a significant relationship with job satisfaction levels where the compensation 
system provides a huge impact on the decision made by employees to remain with the organization 
(Edgar & Geare, 2005). The employees would be more satisfied when their organization has the 
capacity to impart their profit to their employees among others in the form of rewards and profit 
sharing plans. 
2.5 Working Environment 
Working environment is characterized as the surrounding of the employees performing their 
respective job activities undertaken in the organization. It is therefore the place which has been set 
up by the organization for the employees (Sakovska, 2012). Working environment is one of the 
important factors in affecting employee job satisfaction in the organization where research has 
indicated that a superior workplace would have the capacity to provide better job satisfaction levels 
among employees (Aiken et al., 2015). A conducive physical working environment which is clean 
17 
with proper lighting and organized with sufficient workspace area would contribute to employees 
being calm, relaxed and positively influence them to perform better at their work, thus increasing 
job satisfaction levels. This is further supported by the study done by Haynes (2008), where the 
working environment is classified as the physical environment where productivity is derived from 
the office layout against the office comfort level along with the behavioural environment involving 
interaction among staff. 
Working environment according to Yusuf and Metiboba (2012), includes practices and 
proceedings being practiced under the management of the organization, which refers to the 
organizational standard procedures in which it operates with. Pursuant to this, Akintayo (2012) 
has also suggested that working environment refers to the place in which the organization obtains 
its input and provides an output in terms of products and services as part of its deliverables. 
Chandrasekar (2011) mentioned in a study that the level employees engage with their work 
environment influences their ability to innovate and collaborate with colleagues with a reduced 
error rate. 
2.5 .1  Relationship between Working Environment and Job Satisfaction 
Job satisfaction is strongly related to the working environment, where poor levels of job 
surrounding would significantly affect employees in performing their daily routine. Employees 
who are uncomfortable with their work place environment would have lower job satisfaction levels 
as their physical working conditions are being affected while performing their respective duties. 
Therefore, working environment conditions would give impact to the level of job satisfaction 
among employees (Baah & Amoako, 2015). 
18 
The working condition is divided into two different dimensions which are the work and context 
aspect. Work includes diverse portions of how the job activity is being performed and 
accomplished where appropriate control measures and safety of workplace is given priority. This 
can be realized by having appropriate processes in place to reduce occurrences of operational 
hazards at the workplace such as availability of appropriate labelling of warning and caution labels 
for danger prone work zones. Apart from this, the comfort zone should also be taken into account 
where employees can relax during their break time (Babin & Boles, 2015). This is further 
substantiated by the fact that a large number of hours is spent by employees at work as a daily 
routine. As such, it should be prioritized to ensure that employees feel that their welfare at work is 
being taken care off. The outcome as discussed above demonstrates that there is a positive 
connection between the workplace and job satisfaction. 
The second measurement which is the context features the physical working conditions and the 
social working state of the work environment. This can be further elaborated as the social and 
communication aspect which also influences job satisfaction and the working environment. 
Spector ( 1997) had said that the vast majority of companies have a tendency to overlook the 
workplace in their organization which would inadvertently make their employees have low levels 
of job satisfaction. Based on his perception, he had recorded that workplace includes the wellbeing 
of the employees, the security of their job performance, the social conditions between the 
employees, rewards and recognition for the employees, engagement and cooperation of the 
employees in the organization amid basic leadership. Spector ( 1997) at that point clarified that 
there are other diverse elements that would contribute to job satisfaction at the workplace, such as 
the pay, working hours, the power given to the employees, the organization structure and 
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connection between the employee and employer which would all impact job satisfaction among 
the employees. 
2.6 Supervisor 
Supervisor are the individuals who have been specifically assigned to oversee employees and their 
job activities (Carnegie, 2016). As the supervisor and employees have to work closely every day, 
it is vital that they have a good relationship between them. As per Borgogni et al. (2016), dealing 
with this relationship is essential to the accomplishment of the objectives of the organization which 
would eventually extend to productivity. Ametz (2015) had contended that in the organization, the 
majority of the employees would have a poor relationship with their supervisor since it is felt that 
the employees are not having the measure of regard that the employees feel dismissed in the 
workplace. This condition is negative in nature as it creates a feeling at the workplace which has 
the capacity to influence the work space in the organization. This too would influence employees 
in having low levels of job satisfaction. 
Bagraim and Hime (2007) had indicated that trust is an essential factor among supervisor and co­ 
workers. This is seen as an important factor in building a lasting relationship to achieve 
organizational objectives. Hassan et al. (2012) pursuant to this, had stated that building trust 
between supervisor and employees lead to increase in productivity and commitment levels. This 
is in line with Rabey (2007) which mentioned that a supervisor is deemed to be a leader who trains 
and assists employees in getting the work done. As such, supervisor's behaviour is essential in 
increasing organizational performance and levels of commitment among its employees (Tak & 
Wong, 2015). 
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2.6.1 Relationship between Supervisor and Job Satisfaction 
Supervisors are said to define the parameters of employee work and provide appropriate job 
execution appraisals (Drury, 2015). As such, employees tend to rely heavily on their supervisor 
for direction and guidance on their daily job activities. The role of the supervisor is to prepare and 
arrange work, criticize, acknowledge work done and communicate effectively on required 
expectation of the employees. 
The role of the supervisor is important to coordinate work done, without which productivity of the 
organization could be hampered. However, supervisors can be critical in their comments of work 
done by employees which could affect job satisfaction levels at the workplace. As such, the 
organization's success is dependent on the supervisor's efficiency and effectiveness. The 
organization's performance depends on the employees and along these lines, it keeps the business 
running for long term (Kleiman, 2016). By this, to remain sustainable for long term, the 
organization should take into consideration that credible supervisors are hired to manage 
employees. 
Disappointment with the supervisor is an indicator that employees reporting as subordinates may 
leave the organization. A positive relationship between employees and supervisor was discovered 
to be a fundamental condition for effective work organization relations. Employees are more 
valuable when they feel regarded and appreciated for their responsibilities within the organization. 
Building a favourable relationship with employees is the best way for the organization to become 
more efficient and effective in running its business (Teal, 2013). 
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This is important as it creates a positive relationship between employee and employer for long 
term productivity and sustainability. Employers should take interest in their employees to know 
about their lifestyle, families and interests. This indirectly builds a bond where employees perceive 
that their supervisors and employers take a special interest in them apart from the job aspect. 
In terms of direction at work, supervisors should encourage and provide clear indication of job 
objectives, future goals and other related future references that will be beneficial during the 
performance appraisal {Ariani, 2015). In the psychological aspect, trust can aid an individual's 
perspective particularly in circumstances that involve weakness or hazard (Dirks & Ferrin, 2015). 
Building this trust will enable employees to have a sense of dependence on their supervisor for 
direction, especially in challenges faced at work. Gould-Williams and Davies (2015) stated that 
when employees see their immediate supervisor performing with conviction, they too have a 
tendency to react with practices and state of mind that are vital to the positive development of the 
organization. 
Neves and Caetano (2015) analysed trust in managers from the viewpoint of how employees 
emotional sense of duty regarding hierarchical change impacts three work results (performance, 
turnover and organizational citizenship behaviours) and found that trust completely interceded 
these connections. In the findings, it was demonstrated that employees exhibited dedication when 
the immediate supervisor portrayed leadership skills and effectively managed subordinates. 
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2.7 Underpinning Theory 
2.7.1 Herzberg Theory of Motivation 
Job satisfaction is an essential part of an organization's development and sustainability. 
Organizations seek to improve engagement levels among employees by utilizing various 
developmental tools (Sakovska, 2012). 
Job satisfaction is driven by motivation and hygiene as stated in the Frederick Herzberg's 
Motivation-Hygiene Theory. Motivation which is intrinsic in nature, refers to recognition of job 
performance, responsibility undertaken and challenging job roles, among others. Lack of 
motivation may lead to employees being dissatisfied with their existing workplace and may compel 
them to seek better opportunities elsewhere. 
Hygiene which is extrinsic on the other hand refers to supervision, job security, work environment 
conditions, compensation and benefits, both of which play a pivotal role in job satisfaction (Rogel, 
2010). Inadequate provision in existing company policies and procedures to address the hygiene 
factor may inadvertently lead employees to believe that their welfare is not sufficiently being taken 
care off and are being less appreciated for their services rendered to the company. This in turn may 
also effect the turnover rate as employees may lookout for other companies which can provide 
better perks and remunerative packages. As such, if these intrinsic and extrinsic factors are taken 
care off, employees will stay and perform well with the organization. 
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2.8 Summary 
The theories discussed provided a baseline on factors that influence job satisfaction. The above 
literature review has further substantiated the implied role of employee job satisfaction to the 
growth, productivity and sustainability of the organization. 
The literature review demonstrated that the recognition of job performance, compensation and 






This chapter presents the research methods used for this research. Discussion based on data 
collection method via questionnaires were used. This chapter explained the methodological details 
of the study. 
3.2 Research Framework 
With reference to the literature review (Harter et al. 2013), it was noted recognition of job 
performance, compensation and benefits, working environment and supervisor were factors that 
influenced job satisfaction among employees. Pursuant to this, the researcher intended to perform 
a study on whether job satisfaction is influenced by these factors among employees from 
manufacturing companies. 
[I Recognition of Job Performance 
� 
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Independent Variables Dependent Variable 
Figure 3.1: Research Framework 
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3.3 Research Hypotheses 
The relationship between the dependent variable (DV) and independent variables (IV) are 
illustrated in the figure above. In this study, job satisfaction is the dependent variable while the 
independent variables are the recognition of job performance, compensation and benefits, working 
environment and supervisor. It is shown that the independent factors are the causes while the 
dependent variable is referred to as the result. Based on the research questions, the following 
hypothesis were formed. 
HI :  There is a relationship between recognition of job performance and employee job satisfaction 
in food and beverage manufacturing companies in Klang. 
H2: There is a relationship between compensation and benefits and employee job satisfaction in 
food and beverage manufacturing companies in Klang. 
H3: There is a relationship between working environment and employee job satisfaction in food 
and beverage manufacturing companies in Klang. 
H4: There is a relationship between supervisor and employee job satisfaction in food and beverage 
manufacturing companies in Klang. 
HS: There is an influence between recognition of job performance, compensation and benefits, 
working environment, supervisor and job satisfaction among the employees in food and beverage 
manufacturing companies in Klang. 
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3.4 Research Design 
The main objective of this study was to examine the job satisfaction among the employees in food 
and beverage manufacturing companies in Klang. As for that, this study setting is more on 
correlational studies that reveals relationship between the variables that researcher wanted to 
examine (Sekaran & Bougie, 2013). Basically there are two types od data analysis which is 
qualitative and quantitative (Sekaran, 2003). In this study, quantitative research method were used 
to achieve the objective of this study. Quantitative research is a method of quantifying data using 
statistical techniques that available in SPSS (Awais Bhatti & Veera, 2015). 
The advantage of selecting quantitative research method is able to use survey or statistical analysis 
research strategies in explaining the relationship between variables. To achieve the research 
objective of this study, a cross sectional survey using questionnaire was used to investigate the 
influencing factors of job satisfaction levels among employees of food and beverage 
manufacturing companies in Klang as a quantitative research. At same time, hypothesis that 
developed earlier can aso be tested through the quantitative research. A cross sectional study used 
in this research as the information was gathered at one point in time, and the survey was done by 
measuring the perception of employees on job satisfaction at their workplace (Awais Bhatti & 
Veera, 2015). 
3.5 Operational Definition 
Operational definition defines the construct that need to be measured then change into a 
measurable components to expand an index of dimension of ideas (Sekaran, 2013). 
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3.5.1 Job Satisfaction 
Job satisfaction is the positive emotional state developed by the employee as a result of his 
evaluation of his own job and other related experience. Job satisfaction indicates one is 
enjoying their work, doing well and obtained rewards for the effort given to the 
organisation (Harter et al., 2013). 
3.5.2 Recognition of Job Performance 
Recognition was defined as the point to which employees feels being appreciated for their 
job performance. Employee performance leading to recognition of employees who exceed 
the average work execution criteria. Recognition of job performance is an affirmation of 
employee's contributions that builds a conducive work environment and encourages 
employee's motivation (Bradler et al., 2013). 
3.5.3 Compensation and Benefits 
Compensation of employees insinuates the advantages received by an employee as an end­ 
result for their support to their organization. Compensation consolidates both monetary and 
non-monetary rewards. monetary rewards includes currency reward such as bonus, 
increment, allowance and others while non-monetary reward focuses to address the specific 
need and is provided in a non-cash form (Artz, 2015). 
3.5.4 Working Environment 
The working environment is divided into two different dimensions which are the work and 
context aspect. Work includes diverse portions of how the job activity is being performed 
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and accomplished where appropriate control measures and safety of workplace is given 
priority. The second measurement which is the context features the physical working 
conditions and the social working state of the work environment (Aiken et al., 2015). 
3.5.5 Supervisor 
Supervisor is first-line management who monitors and regulates employees performance 
of assigned or delegated tasks. Supervisor has the ability to influence, inspire and motivate 
their employees to achieve higher than the originally planned ones (Carnegie, 2016). 
3.6 Measurement of Variables 
Questionnaire method was used to collect data. The questionnaire was designed taking into 
consideration the overall levels of job satisfaction, to identify the causes that influenced job 
satisfaction the most and which increased job satisfaction among employees at food and beverage 
manufacturing companies in Klang. The questionnaire was constructed to identify issues and 
causes related to job satisfaction and was focused exclusively on the data gathered from employees 
at food and beverage manufacturing companies in Klang. The questions in the survey have been 
divided to two (2) main parts, which are on the personal details of the respondents and the factors 
influencing job satisfaction among employees from the food and beverage manufacturing 
companies in Klang. 
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3 .6.1 Section A: Personal Details 
In this section, respondents were required to provide their gender, age bracket, race and education 
background. A series of options were made available, where the respondents were requested to 
tick the relevant box that matched their personal identity. This was meant to obtain the 
demographic information of the respondents which participated in the survey. The items in this 
section of the questionnaire were designed and modified based on references from "The effects of 
employee satisfaction, organizational citizenship behaviour and turnover on organizational 
effectiveness" by Kays (2014). 
3.6.2 Section B: Job Satisfaction 
In this section, the dependent and corresponding independent variables was tested to gauge 
employee job satisfaction in food and beverage manufacturing companies in Klang. As the targeted 
respondents were from manufacturing companies, the survey questionnaires were the same for all 
respondents. Some of the questions were referred, taken and adopted with reference to the Utretcht 
Work Engagement Scale (UWES; Schaufeli, et al., 2003). 
The survey was divided into five (5) subsections with a total of twenty (20) questions 
encompassing the following areas:- 
a) job satisfaction (4 questions) 
b) recognition of job performance (5 questions) 
c) compensation and benefits (4 questions) 
d) working environment ( 5 questions) 
e) Supervisor ( 6 questions) 
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A five-point Liker! scale was used to measure factors that influenced job satisfaction among the 
employees of food and beverage manufacturing companies in Klang. The options provided to the 
respondents were ( I )  Strongly Disagree, (2) Disagree, (3) Neutral, (4) Agree and (5) Strongly 
Agree. 
3.7 Pilot Test 
Before distribution for the real study, a pre-questionnaire was tested as part of the pilot test. This 
was performed by distributing 30 sets of questionnaires for data collection in order to examine the 
reliability of the questions for each of the variables. Cronbach's Alpha must be exceeding 0.7 for 
each variable that is measured to indicate an acceptable level of consistency (Tavakol & Dennick, 
2011).  The results of the pilot test is as below: 
Table 3.1 Cronbach 's Alpha Reliability Test.for Pilot Test 
Variables No ofltems Cronbach's Alpha Value 
Job satisfaction 4 0.813 
Recognition of job performance 5 0.825 
Compensation and benefits 4 0.793 
Working environment 5 0.712 
Supervisor 5 0.876 
The figure above depicts the Cronbach's Alpha value for the measurement of influencing factors 
to job satisfaction among the employees in food and beverage manufacturing companies in Klang. 
The Cronbach's Alpha value for dependent variable which is job satisfaction level among 
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employees from food and beverage manufacturing companies in Klang was 0.813. The Cronbach's 
Alpha values for all the independent variables were above 0. 7. Variables such as supervisor was 
ranked the highest with 0.876, followed by recognition of job performance with 0.825. Influencing 
factors such as compensation and benefits had a value of 0. 793 while working environment has 
ranked the lowest with 0.712. Thus, the reliability results were good and was proceeded with the 
distribution of the questionnaires for the actual study. All data obtained were interpreted using the 
SPSS software in order to obtain accurate results as part of the data analysis. 
3.8 Data Collection 
A cross sectional study was conducted to explore job satisfaction among the employees of food 
and beverage manufacturing companies in Klang. A letter from the researcher, describing the 
objective behind the survey and expectation of the exploration venture was conveyed to the 
participating employees in the research objectives. Once completed by the participating 
employees, the questionnaires were given to the Human Resources Manager of the food and 
beverage manufacturing companies in Klang, who at that point conveyed them to the researcher 
for aggregation of results and further investigation. Overall 250 questionnaires were distributed 
to the food and beverage manufacturing companies in Klang. 
The survey was designed in order to collect data for this study. Its structure was constructed with 
a welcome note to the employees, briefly clarifying about the researcher and the objectives of the 
survey being conducted. The questionnaire was composed into three segments. English medium 
was used in this questionnaire. The survey comprised of two sections, which were Section A and 
Section B. Section A incorporated the employee's statistic factors such as age, years of experience, 
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marital status, work position and gender. Section B comprised statements to gauge employee job 
satisfaction with regards to the dependent and corresponding independent variables. 
3.9 Population 
Population refers to a pool of respondents and some of them in the pool will be selected to be 
sample to for this study (Sekaran & Bougie, 2013). The number of manufacturing companies in 
Malaysia are quite many, as such, this study focused in Klang area. Researcher has approached 
many manufacturing companies to participate in this study and some of the manufacturing 
companies do not give the access to conduct the study and some companies declined to participate 
in this study due to the time constrain. Only five food and beverage manufacturing companies in 
Klang participated in this study within the timeframe given. They are Vata Food Synergy (M) Sdn. 
Bhd, Reka Nutrition Sdn. Bhd, CS Brand Marketing Sdn. Bhd, AXG Industries Sdn. Bhd and 
MyTree Resources Sdn. Bhd. The number of employees is ample enough to distribute 250 
questionnaires for the survey. The overall number of employees from the five (5) manufacturing 
companies were 502. The sub-quantity of the employees can be divided to five to which Vata Food 
Synergy (M) Sdn. Bhd. had 84 employees, Reka Nutrition Sdn. Bhd. had 91 employees, CS Brand 
Marketing Sdn. Bhd has 102 employees, MyTree Resources Sdn. Bhd. had 97 employees and 
AXG Industries Sdn. Bhd had 128 employees. According to Krejcie and Morgan (1970), for a 
population of 502, a sample size around 250 is sufficient to proceed for a research. 
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3.10 Sampling 
There are many food and beverage manufacturing companies in Klang. However, this study 
focuses on five (5) manufacturing companies that were randomly selected from Klang. The 
participating employees were from various departments of the organization including Production, 
Operation and Sales and Marketing. The focus on population of this research will be employees 
of manufacturing organizations in Klang. The respondents are basically employees who originate 
from various levels within the organization comprising middle managers, executives and non­ 
executives who supported the manufacturing outcomes. Along these lines, the focus of respondents 
from various levels within the organization will produce a holistic representation with respect to 
employee job satisfaction. 
Non-probability sampling has been used as the sampling technique for this study. The overall 
number of employees from the five (5) manufacturing companies were 502. A total of 250 samples 
were distributed and planned to be part of the specimen size of the present investigation. Out of 
250 questionnaire, 223 questionnaires were received and from 223, 23 questionnaires are 
incomplete. As an end result, 200 samples are usable to proceed to conduct this study. 
3.11 Data Collection Procedures 
Questionnaires with cover letter were distributed to the food and beverage manufacturing 
companies in Klang to encourage the employees to participate in this survey questionnaire. English 
was used as the medium of communication for the questionnaire on employee job satisfaction. 
Around five to ten minutes were allocated for each respondent to complete the survey 
questionnaire. A letter from the researcher, describing the objective behind the survey and 
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expectation of the exploration venture was conveyed to the participating employees in the research 
objectives. Once completed by the participating employees, the questionnaires were given to the 
Manager of Operations at the food and beverage manufacturing companies in Klang, who at that 
point conveyed them to the researcher for aggregation of results and further investigation. 
Approximately, one month was taken to complete this questionnaire exercise. 
3.12 Techniques of Data Analysis 
In this study, Statistical Package for Social Sciences (SPSS) was used for data analysis and 
hypothesis testing. The analysis tools involved normality test, reliability test, descriptive analysis 
encompassing descriptive statistics and demographic profile and inferential analysis comprising 
of correlation analysis, hypothesis test I to 4, regression analysis and hypothesis test 5. 




There is a relationship between recognition of job performance and employee Correlation 
job satisfaction in food and beverage manufacturing companies in Klang 
H2: 
There is a relationship between relationship between compensation and benefits Correlation 
and employee job satisfaction in food and beverage manufacturing companies 
in Klang. 
H3: 
There is a relationship between relationship between working environment and Correlation 
employee job satisfaction in food and beverage manufacturing companies in 
Klang. 
H4: 
There is a relationship between supervisor and employee job satisfaction in food Correlation 
and beverage manufacturing companies in Klang. 
HS: 
There is an influence between recognition of job performance, compensation Regression 
benefits, working environment and job satisfaction among the employees in 
food and beverage manufacturing companies in Klang. 
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3 . 12 . 1  Normality Test 
Normality test enables the researcher to ascertain the significance of the data. This will be further 
identified by the p-value (Sig value) obtained where significance of values lesser or equal to 0.05 
will enable the researcher to conclude that statistical significance exists between the variables and 
that the data was not normally distributed. Kolmogorov-Smirnov test would be referred to for this 
study since the sample size of 200 was used. 
3.12.2 Reliability Test 
Reliability test is vital with a specific end goal to measure and establish internal consistency of the 
multiple statements made available in the survey questionnaire. The objective would be to 
determine the reliability of the scale which has been constructed. As indicated by Nunnally ( 1981 ), 
Cronbach's alpha value that surpassed 0.7 demonstrated that the factors utilized as a part of the 
survey was solid and acceptable. As such, Cronbach's alpha estimation in this investigation must 
be same or more than 0.7 bearing in mind that the end goal was to demonstrate a decent outcome 
which indicated that the scale was dependable to be used and that research can be carried on. 
3 .12.3 Descriptive Analysis 
Descriptive analysis is defined as the information that has been obtained from the respondents that 
encompasses the highlighted areas of concern (Aaker et al., 2007). It also refers to transforming 
the elements in a simple manner by describing the basic features like frequency, measure of central 
tendency and other demographic segments of the research. The frequency are generally obtained 
from nominal factors such as sex, race, level of training and salary bracket among others. The 
information is critical in obtaining a better understanding on the target respondents who are 
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undertaking the research study via the survey questionnaire. This technique was used to represent 
the descriptive statistics and the demographic profile of the respondents. 
3 . 12 .4 Inferential Analysis 
Inferential analysis are mainly adopted when responding to answers relating to cause and effect. 
In this study, Pearson Correlation and Regression analysis used in inferential analysis in analysing 
the data. 
3 . 12 .4 . 1  CoJTelation Analysis 
A correlation analysis test will be performed to identify the level of validity of the study. As per 
Hair et al. (2010), the correlation coefficient valuer, varies in the scope of-1 .0 and +1.0, where 
+ 1 .0 implies a positive relationship, -1.0 which implies a negative relationship and 0.0 means no 
relationship. Correlation value below 0.2 will measure a very low correlation, values between 0.2 
and 0.4 will be taken as low correlation, values between 0.4 and 0.6 will represent a moderate 
correlation, 0.6 to 0.8 will reflect a high correlation while 0.8 to 1 .0 will be taken as a very high 
correlation, Correlation which denotes a negative(-) value will imply a negative weak to strong 
relationship between the variables. The bivariate Pearson's correlation will be used to analyse the 
relationship between the dependent variable and independent variables of this research. 
3.12.4.2 Regression Analysis 
Regression analysis will be subsequently used to test the relationship between the independent and 
dependent variables. It is used to forecast change to the dependent variable when one or more 
independent variables experience change. This analysis will reveal which are the key independent 
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variables that has the strongest relationship with job satisfaction, which is the dependent variable. 
Correlation coefficient, R value will determine how strong the relationship is between the variables 
tested (Sekaran, 2003). Multiple regression will be performed where the variance that exists in the 
dependent variable will be revealed via the multiple of R which is the coefficient of determination, 
R squared which will be explained by the independent variables. 
3.13 Summary 
This chapter has provided a better insight on the method of research that has been conducted. As 
illustrated by the research statement and development of conceptual research framework, a 
research design and research instrument has been developed. This is further strengthened by the 
reliability test done on the data collected for thirty (30) sample questionnaires at pilot run stage 
that indicated a positive result to proceed with the research study. Compilation and data analysis 
methods have been put in place to subsequently interpret the results obtained. The collective result 




RESULT AND DISCUSSION 
4.1 Introduction 
This chapter encompasses the analysis and interpretation of the overall results from the survey 
questionnaires by using several models and tests. Statistical Package for Society Sciences (SPSS) 
Version 23 was used to analyze the data collected from 200 respondents from different 
manufacturing company in Klang. The analysis tools involved normality test, reliability test, 
descriptive analysis encompassing descriptive statistics and demographic profile and inferential 
analysis comprising of correlation analysis, hypothesis test I to 4, regression analysis and 
hypothesis test 5. 
4.2 Result of Data Collection 
Researcher has approached many manufacturing companies to participate in this study and some 
of the manufacturing companies do not give the access to conduct the study and some companies 
declined to participate in this study due to the time constrain. Only five food and beverage 
manufacturing companies in Klang participated in this study within the timeframe given. The 
overall number of employees from the five (5) manufacturing companies were 502. A total of250 
samples were distributed and planned to be part of the specimen size of the present investigation. 
Out of 250 questionnaire, 223 questionnaires were received and from 223, 23 questionnaires are 
incomplete. As an end result, 200 samples are usable to proceed to perform the following tests. 
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4.3 Normality Test 
Table 4.1 : Tests of Normality 
Kolmogorov-Smirnov" Shapiro-Wilk 
Statistic df Sig. Statistic df Sig. 
Job satisfaction .206 200 .000 .903 200 .000 
Recognition of job performance .178 200 .000 .931 200 .000 
Compensation and benefits .231 200 .000 .900 200 .000 
Working environment .212 200 .000 .920 200 .000 
Supervisor .163 200 .000 .943 200 .000 
*. This rs a lower bound of the true significance. 
a. Lilliefors Significance Correction 
According to the Kolmogorov-Smimov test from SPSS output, based on the normality test 
performed for job satisfaction, it was noted that the p-value, which is the Sig. value was 0.000 
which is less than 0.05. As such, the data is said to be statistically significant and normally 
distributed. 
4.4 Reliability Analysis 
Reliability test was performed in order to determine the consistency of the results when tested 
repeatedly. The measurement of internal consistency will provide results in terms of coefficient 
alpha or Cronbach's alpha. According to Sekaran (2006), the Cronbach's alpha coefficient should 
be in the range of0.7 and above. As such, the alpha value which indicated a value of0.7 or higher 
will be accepted. Table 4.2 shows the results of reliability test on the variables in this research. 
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Table 4.2: Reliability Analysis for Actual Study 
Variables Cronbach's Alpha N of Items 
Job Satisfaction 0.881 4 
Recognition of Job Performance 0.724 5 
Compensation and Benefits 0.758 4 
Working Environment 0.772 5 
Supervisor 0.717 5 
From the results above, it is shown that all the variables have obtained a Cronbach's alpha value 
that is more than 0.7 indicating that all the variables can be accepted. This indicates that employee 
satisfaction, recognition of job performance, compensation and benefits, working environment and 
supervisor are reliable to be used in this research. 
continued. 
Therefore, further analysis can be 
4.5 Descriptive Analysis 
Descriptive analysis is of the methods used to determine the answers from the respondents which 
are explained in a form of mean and standard deviation. The researcher used SPSS version 23 to 
analyse the data received from the employees from the food and beverage manufacturing 
companies in Klang. The data were tested on dependent variable which is job satisfaction and 
followed by independent variable such as recognition of job performance, compensation and 
benefits, working environment and supervisor. 
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4.5.1 Descriptive Statistics 
Table 4.3: Descriptive Statistics 
Variables Mean Std. Deviation N 
Job Satisfaction 3.9675 .72305 200 
Recognition of Job Performance 3.8720 .48080 200 
Compensation and Benefits 4.0750 .53578 200 
Working Environment 3.9900 .71699 200 
Supervisor 3.8933 .42534 200 
According to Yee (2015), the variables were measured using a 5-point Likert Scale. High value 
means the respondent answered with the high number in questionnaire. Where a mean score of 3 .0 
is deemed to be average, values above 3.0 is considered high and values below 3.0 is considered 
to be low. Descriptive Statistics for this research indicate that the mean value of the independent 
variables are approximately close to 4.0, which means that most of the respondents agree to the 
statements that have been given. Compensation and benefits had the highest mean score of 4.0750 
indicating a strong positive relationship with job satisfaction, followed by work environment with 
a value of 3.9900, supervisor with a value of 3.8933 and recognition of job performance with a 
value of 3 .8720. 
4.5.2 Respondent's Demographic Profile 
The demographic analysis of the respondents provides the general background of the 
manufacturing employees in Klang who agreed to partake in this research. 
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Table 4.4: Demographic Profile 
Demographic Characteristics Frequency Percentage 
(%) 
23 - 35 years old 80 40 
Age 36 - 45 years old 76 38 
46 - 54 vears old 44 22 
Total 200 100 
Single 54 27 
Married 130 65 
Marital Status Widowed 1 1  5  
Divorced 5 3 
Total 200 100 
Male 123 61 
Gender Female 77 39 
Total 200 100 
Less than 4 years 58 29 
4 to 10 years 80 40 
Service years 1 1  to 20 years 62 3 1  
Total 200 100 
Post Graduate (Master) 5 2.5 
Undergraduate (Degree & Diploma) 21  10.5 
Qualification Secondarv 174 87 
Total 200 100 
Middle Management 30 15 
Executives 61 30.5 
Position Non-Executives 109 54.5 
Total 200 100 
Production 99 49.5 
Operation 65 32.5 
Department Sales & Marketing 36 18 
Total 200 100 
Vata Food Synergy (M) Sdn. Bhd, 39 19.5 
Reka Nutrition Sdn. Bhd 26 13 
CS Brand Marketing Sdn. Bhd 42 21 
Companies AXG Industries Sdn. Bhd 53 26.5 
MyTree Resources Sdn. Bhd 40 20 
Total 200 100 
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This study was participated by 200 respondents who are working in the food and beverage 
manufacturing companies in Klang. Based on the data collected, there were 123 male respondents 
(61 %) and 77 female respondents (39%) who took part in this survey. About 130 respondents 
(65%) were married which formed the majority group of this research survey while 54 respondents 
(27%) were single (27%), 1 1  respondents (5%) were widowed and 5 respondents (3%) were 
divorced respectively. 80 respondents (40%) were from the age range of 23 to 35 years old, 76 
(38%) were from ages 36 to 45 while 44 respondents (22%) were from the age range of 46 to 54 
years old. 58 respondents (29%) were with less than 4 years of experience, 80 respondents (40%) 
were with 4 to IO  years of experience and 62 respondents (31 %) were with 1 1  to 20 years of 
expenence. 
Referring to the qualification of the respondents, 5 (2.5%) have Postgraduate education, 21 
(10.5%) have undergraduate education 174 (87%) have Secondary education and forming the 
majority with 87% of the total respondents. While for position, 30 respondents (15%) are middle 
managers, 61 respondents (30.5%) are executives and 109 (54.5%) respondents are non­ 
executives. Respondents from the Departments amounted to 36 respondents (18%) are from Sales 
and Marketing Department, 65 respondents (32.5%) were from the Operations Department and 99 
respondents were from the Production Department forming the majority with 49.5% of the total 
respondents. While for Companies, most of the respondents (26.5%) were from AXG Industries 
Sdn. Bhd followed by, (21 %) from CS Brand Marketing Sdn. Bhd, (20%) were from MyTree 
Resources Sdn. Bhd, (19.5%) were from Vata Food Synergy (M) Sdn. Bhd and the least (13%) 
were from Reka Nutrition Sdn. Bhd. 
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4.6 Inferential Analysis 
Inferential analysis are mainly adopted when responding to answers relating to cause and effect. 
In this study, Pearson Correlation and Regression analysis used in inferential analysis in analysing 
the data . 
4.6.1 Correlation Analysis 
Pearson's Correlation Analysis was performed using SPSS to investigate the relationship between 
job satisfaction and the four (4) independent variables as per table below. 
Table 4.5: Correlation Analysis 
Job Recognition of Compensation Work 
Supervisor Satisfaction Job Performance and Benefits Environment 
Job Pearson 
1 r = _377• r = .893 •• r = .372'' r = .128 Satisfaction Correlation 
Sig. (2-tailed) .012 .000 .000 .072 
N 200 200 200 200 200 
Recognition Pearson . 377' 1 -.126 .274 •• .935 •• of Job Correlation 
Performance Sig. (2-tailed) .012 .074 .000 .000 
N 200 200 200 200 200 
Compensation Pearson .893 •• -.126 I . 1 3 1  -.150' and Benefits Correlation 
Sig. (2-tailed) .000 .074 .065 .034 
N 200 200 200 200 200 
Work Pearson 
. 372" .274 •• . 13 1  1  .236"' 
Environment Correlation 
Sig. (2-tailed) .000 .000 .065 .001 
N 200 200 200 200 200 
Supervisor Pearson 
.128 .935 •• -.150' .236 •• 1 Correlation 
Sig. (2-tailed) .072 .000 .034 .001 
N 200 200 200 200 200 
**Correlation is significant at the 0.01 level (2-tailed) 
* Correlation is significant at the 0.05 level (2-tailed) 
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The table 4.4 explains the correlation between the dependent and independent variables of this 
research. The Pearson correlation coefficient which is the Pearson's r value is used to test the 5 
(five) hypothesis. The findings from this analysis are based on the hypothesis developed in this 
study. 
4.6.2 Hypothesis Test 
Hypothesis 1 :  
There is a relationship between recognition of job performance and employee job satisfaction in 
food and beverage manufacturing companies in Klang. 
Table 4.6: Correlation between recognition of job performance and job satisfaction. 
Independent Variable Employee Job Satisfaction 
Recognition of Job Pearson Correlation 0.377* 
Performance Sig. (2-tailed) 0.012 
Table above explains that there is a significant relationship between recognition of job 
performance and employee job satisfaction. There was a positive correlation between recognition 
of job performance and job satisfaction at r = 0.377, n= 200, p <0.05. This reveals that the strength 
of relationship between recognition and job performance and job satisfaction is low (r=0.3 77). 
This indicates that employees considering this factor as part of job satisfaction but with low 
relationship. Thus, hypothesis 1 is accepted. 
Hypothesis 2: 
There is a relationship between relationship between compensation and benefits and employee job 
satisfaction in food and beverage manufacturing companies in Klang. 
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Table 4. 7 Correlation between compensation and benefits and job satisfaction 
Independent Variable Employee Job Satisfaction 
Compensation and Benefits Pearson Correlation 0.893** 
Sig. (2-tailed) 0.000 
Table above explains that there is a significant relationship between compensation and benefits 
and job satisfaction. There is a positive correlation between compensation and benefits and 
employee job satisfaction at r = 0.893, n= 200, p <0.01. This reveals that the strength of 
relationship between compensation and benefits and job satisfaction is very high (r=0.893). This 
indicates compensation and benefits has the most significant factor to satisfy the employees. Thus, 
hypothesis 2 is accepted. 
Hypothesis 3: 
There is a relationship between working environment and employee job satisfaction in food and 
beverage manufacturing companies in Klang. 
Table 4.8: Correlation between working environment and job satisfaction 
Independent Variable Employee Job Satisfaction 
Working Environment Pearson Correlation 0.372** 
Sig. (2-tailed) 0.000 
The table above explains that there is a significant relationship between work environment and job 
satisfaction. There was a positive correlation between work environment and job satisfaction at 
r=0.3 72, n=200, p <0.0 I .  This reveals that the strength of relationship between working 
environment and job satisfaction is low (r=0.3 72). This indicates that working environment is one 
of the factor to satisfy employee but with low relationship. Therefore, hypothesis 3 is accepted. 
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Hypothesis 4: 
There is a relationship between supervisor and employee job satisfaction in food and beverage 
manufacturing companies in Klang. 
Table 4.9 Correlation between supervisor and job satisfaction 
Independent Variable Employee Job Satisfaction 
Supervisor Pearson Correlation 0 . 128 
Sig. (2-tailed) 0.072 
The table above explains that there is no significant relationship between supervisor and job 
satisfaction which is at r = 0.128, n=200 p>0.05. This shows that supervisor does not satisfy the 
employees. Thus, hypothesis 4 is rejected. 
4.6.3 Regression Analysis 
In this part, the researcher will identify the relationship between variables that has stronger or 
weaker relationship to job satisfaction. Thus, the result will be tested in regression analysis and 
this will answer the Hypothesis 5. 
Hypothesis 5 
There is an influence between recognition of job performance, compensation and benefits, working 
environment, supervisor and job satisfaction among the employees in food and beverage 
manufacturing companies in Klang. As illustrated in table below, the R value indicate a high 
degree of correlation (R=0.957). Value of R square= 0.916 means that 91.6% indicate of total 
variation in job satisfaction can be explained by recognition of job performance, compensation 
and benefits, work environment and supervisor while 8.4% is explained by other variables. 
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Table 4.10: Model Summary for Regression Analysis 
Std. Error 
Adjusted of the 
Model R RSquare RSquare Estimate 
1 .957' .916 .914 .21216 
a. Predictors: (Constant), Recognition of Job Performance, Compensation and 
Benefits, Work Environment and Supervisor 
How well the regression equation fits the data is explained in table below. The result indicates 
that R square= 92%, F = 529.084 and P = .000; p<0.01 which means that the regression model 
statistically and significantly predicts the outcome variable. 
Table 4.11: ANO VA Table for Regression Analvsis 
Model Sum of Squares df Mean Square F Si 2. 
I Regression 95.261 4 23 .815 529.084 .OOOb 
Residual 8.777 195 .045 
Total 104.038 199 
a. Dependent Variable: Job Satisfaction 
b. Predictors: (Constant), Recognition of Job Performance, Compensation and Benefits, Work 
Environment and Supervisor 
Table 4.12: Coefficient Result for Regression Analysis 
Coefficients" 
Unstandardized Standardized 
Model Coefficients Coefficients 
B Std. Error Beta t Si2. 
1 (Constant) -3.063 .199 -15.366 .000 
Recognition of Job .425 .090 .282 4.743 .000 
Performance 
Compensation and 1 .21 1  .029 .897 42.009 .000 
Benefits 
Work Environment .189 .022 .188 8.540 .000 
Supervisor -.087 . 101 -.046 -.779 .437 
a. Dependent Variable: Job Satisfaction 
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From the table above, it was also found that 3 variables namely recognition of job performance, 
compensation and benefits and working environment was statically significant (p<0.05). 
However, it is also reveals that supervisor was not statistically significant since the p=0.437; 
p>0.05. 
According to regression analysis, recognition of job performance was found to be significant at 
p=0.000; p<0.05 with Beta=0.282. This shows that there is significant influence of recognition of 
job performance and job satisfaction. Compensation and benefits was found to be significant at 
p=0.000; p<0.05 with Beta=0.897. This shows that there is significant influence of compensation 
and benefits and job satisfaction. Working environment was found to be significant at p=0.000; 
p<0.05 with Beta=0.188. This shows that there is significant influence of working environment 
and job satisfaction. However, supervisor was found not to be significant since the p=0.437; 
p>0.05 with Beta= -0.046. The negative beta value indicating supervisor does not influence the 
job satisfaction of employees. 
Furthermore, high Beta value means that the effect of the predictor is greater on the dependent 
variable. Compensation and benefits shows the highest Beta value (Beta= 0.897), subsequently 
by recognition of job performance (Beta=0.425), work environment (Beta=0.188) and supervisor 
(Beta= -0.046). This result reveals that compensation and benefits is the strongest predictor of job 
satisfaction. Therefore, there is simultaneous significant influence of recognition of job 
performance, compensation and benefits and work environment on job satisfaction. Thus, 
hypothesis 5 is accepted. 
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4. 7 Result of Hypothesis Testing 
The researcher has developed 5 hypothesis for this study and all hypothesis were accepted. The 
summary can be found as below: 
Hypothesis Result Decision 
HI:  r  = 0.377, n= 200, p <0.05 Accepted 
There is a relationship between recognition (low relationship) 
of job performance and employee job 
satisfaction in food and beverage 
manufacturing companies in Klang 
H2: r = 0.893, n= 200, p <0.01 Accepted 
There is a relationship between (positive relationship) 
relationship between compensation and 
benefits and employee job satisfaction in 
food and beverage manufacturing 
companies in Klang. 
H3: r=0.372, n=200, p <0.01 Accepted 
There is a relationship between (low relationship) 
relationship between working environment 
and employee job satisfaction in food and 
beverage manufacturing companies in 
Klang. 
H4: r = 0.128, n=200 p>0.05 Rejected 
There is a relationship between supervisor (no relationship) 
and employee job satisfaction in food and 
beverage manufacturing companies in 
Klang. 
HS: r square= 92%, F= 529.084, Accepted 
There is an influence between recognition p=.000 
of job performance, compensation and 
benefits, working environment and job There is high influence between 
satisfaction among the employees in food recognition of job performance, 
and beverage manufacturing companies in compensation and benefits, 
Klang. working environment and job 
satisfaction among the employees 
in food and beverage 
manufacturing companies in Klang. 
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4.8 Summary 
This chapter discussed the findings from the 200 respondents that had been generated in this 
research through different analysis methods, which were the normality test, reliability analysis, 
descriptive analysis via the descriptive statistics and respondents demographic profile, inferential 
analysis which contained the correlation analysis, hypothesis test I to 4, regression analysis and 
hypothesis test 5. 
The mean score for job satisfaction was 3.9675, where values above 3.0 is considered to be high. 
As such, the level of job satisfaction among the employees are high. From this chapter discussed, 
there is a significant relationship between job satisfaction and recognition of job performance, 
compensation and benefits, working environment and supervisor. As such, Hypothesis I, 2, 3 and 
5 is accepted, while Hypothesis 4 is rejected. Subsequently, the research conducted will be 
summarized in the next chapter to conclude the study with appropriate recommendations. 
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CHAPTERS 
CONCLUSION AND RECOMMENDATION 
5.1 Introduction 
Based on the analysis in the previous section, conclusion and discussion are provided in this 
chapter along with appropriate recommendation for future employee job satisfaction research 
studies. 
5.2 Recapitulation of Study 
The objective of this study was to examine job satisfaction among employees from food and 
beverage manufacturing companies in Klang. In order to verify the research problem indicated, 
four (4) independent variables, which were recognition of job performance, compensation and 
benefits, working environment and supervisor were chosen to determine job satisfaction among 
employees of food and beverage manufacturing companies in Klang. This study was conducted in 
five (5) food and beverage manufacturing companies in Klang and 200 respondents had 
participated in this survey. The responses were useful to achieve the objective of this study. The 
objectives that were formed for this study is as stated below. 
I. To determine the level of job satisfaction among the employees m food and beverage 
manufacturing companies in Klang. 
2. To identify the relationship between recognition of job performance and job satisfaction 
among the employees in food and beverage manufacturing companies in Klang. 
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3. To identify the relationship between compensation and benefits and job satisfaction among 
the employees in food and beverage manufacturing companies in Klang. 
4. To identify the relationship between working environment and job satisfaction among the 
employees in food and beverage manufacturing companies in Klang. 
5. To identify the relationship between supervisor and job satisfaction among the employees in 
food and beverage manufacturing companies in Klang. 
6. There is a significant influence between recognition of job performance, compensation and 
benefits, working environment, supervisor and job satisfaction among the employees in food 
and beverage manufacturing companies in Klang. 
5.3 Discussion 
5 .3 . 1  Objective I 
To determine the level of job satisfaction among the employees in food and beverage 
manufacturing companies in Klang 
The mean score of job satisfaction for this study was 3.9675. According to Yee (2015), a mean 
score of 3.0 is deemed to be average, values below 3.0 is considered to be low and values above 
3.0 is considered high. Thus, the value of3.9675 is considered high, meaning the satisfaction level 
of employees in the food and beverage manufacturing companies in Klang is high. 
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5.3.2 Objective 2 
To identify the relationship between recognition of job performance and job satisfaction 
among the employees in food and beverage manufacturing companies in Klang 
The findings from this study showed there is a significant and positive relationship between 
recognition of job performance and job satisfaction. This is further supported by the results 
obtained from the correlation analysis, where r = 0.377, n= 200, p <0.05. This reveals that the 
strength of relationship between recognition of job performance and job satisfaction is low 
(r=0.3 77), which indicates that employees are considering this factor as part of job satisfaction but 
with low relationship. Therefore hypothesis I is accepted. 
Employees from food and beverage manufacturing compames in Klang have revealed that 
recognition of their job performance influences job satisfaction. It is an opportunity to identify 
employees who surpass expectations as there is relationship between the two variables. Employees 
feel more appreciated when their employers appreciate their work efforts and will strive to 
maintain and further improve their performance which in tum increases the productivity of the 
company. Recognition reinforces employee behaviour at work, further strengthening their 
motivation to remain committed to their daily work and being satisfied at the workplace. This in 
tum will improve the retention rate of employees at their respective companies. 
This study substantiates previous findings (Bradler et al., 2013; Harrison, 2016; Luthans, 2014; 
Danish and Usman, 2015; Abualrub, 2013) with regards to recognition of job performance and job 
satisfaction. As such, the result indicated that recognition of job performance influences employee 
job satisfaction. 
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5.3.3 Objective 3 
To identify the relationship between compensation and benefits and job satisfaction among 
the employees in food and beverage manufacturing companies in Klang 
The findings from the study have revealed that there is a significant and positive relationship 
between compensation and benefits and job satisfaction. This is further supported by the results 
obtained from the correlation analysis, where 0.893, n= 200, p <0.01. This reveals that the strength 
of relationship between compensation and benefits and job satisfaction is very high (r=0.893). 
Therefore hypothesis 2 is accepted. 
Among the four (4) independent variables provided, compensation and benefits most influenced 
job satisfaction factor among the employees of food and beverage manufacturing companies in 
Klang. Employees are influenced by monetary and non-monetary rewards by expressing adequate 
compensation and benefits packages are provided in keeping them motivated in performing their 
daily duties. It is a key motivating factor which enables employees to feel that their welfare is 
being addressed and taken care off. It also provides a huge impact in the decision made by 
employees to remain with the organization. Employees responded convincingly as promotion 
opportunities are fairly in place as part of employee career progression in growing with the 
organization, thus retaining existing talent. 
This study substantiates previous findings (Miller, 2014; Vermandere, 2013; Hastings, 2015) with 
regards to compensation and benefits and job satisfaction. Thus, the result obtained has revealed 
that compensation and benefits influences employee job satisfaction. 
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5.3.4 Objective 4 
To identify the relationship between working environment and job satisfaction among the 
employees in food and beverage manufacturing companies in Klang 
The findings from this study showed there is a significant and positive relationship between 
working enviromnent and employee job satisfaction. This is further supported by the results 
obtained from the con-elation analysis, where i=0.372, n=200, p <0.01. This reveals that the 
strength of relationship between working environment and job satisfaction is low (i=0.372). This 
shows that working environment is one of the factor to satisfy employee but with low relationship. 
Therefore, hypothesis 3 is accepted. 
Employees from manufacturing companies feel that their employers are providing a conducive 
working environment which also keeps them motivated to perform their duties. Given the 
significant amount of hours being spent by employees at work, it was revealed by the respondents 
that working conditions are key in determining employee job satisfaction levels at the workplace. 
Employees have also expressed that there are sufficient opportunities to develop their abilities as 
part of the continuous learning process and in acquiring fi.uther experience in their line of work, 
creating innovation opportunities for future development. 
This study substantiates previous findings (Aiken et al., 2015; Babin & Boles, 2015; Spector, 
2015) with regards to working environment and job satisfaction. Thus, the result obtained has 
revealed that working environment influences employee job satisfaction. 
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5.3.5 Objective 5 
To identify the relationship between supervisor and job satisfaction among the employees in 
food and beverage manufacturing companies in Klang 
The findings from the study have revealed that there is no significant relationship between 
supervisor and job satisfaction. This is further supported by the results obtained from the 
correlation analysis, where 0.128, n=200 p>0.05. This shows that supervisor as an independent 
variable does not satisfy the employees. Therefore, hypothesis 4 is rejected. 
Supervisors are perceived as those who specifically oversee employees and their job activities. 
However, employees have expressed that supervisors were not related to their job satisfaction. 
Results indicate that employees feel that their immediate supervisors do not providing sufficient 
direction in accomplishment of their duties. Employees also indicated that their immediate 
supervisors lacked the ability to guide them in improving their work credibility. Pursuant to this, 
employees also perceive that their immediate supervisors have less trust in them, implying a less 
encouraging relationship with them. As such, favourable relationships need to be built with 
employees in providing direction, encouragement and indicating objectives and goals to 
employees which would be advantageous during appraisals. 
This study does not substantiate previous findings (Carnegie, 2016; Teal, 2013; Ariani, 2015) with 
regards to supervisor and job satisfaction. Thus, the result obtained has revealed that supervisor is 
necessary and influences employee job satisfaction. 
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5.3.6 Objective 6 
To determine factors that influence job satisfaction among the employees in food and 
beverage manufacturing companies in Klang 
The regression analysis result of r square= 92%, F= 529.084 and p=.000; p<0.01 showed that 
three out of four independent variable in this study do have significance influence on the job 
satisfaction. The standardized coefficient value under the regression analysis was positive for 
recognition of job performance (p=0.000; p<0.05 with Beta=0.282), compensation and benefits 
(p=0.000; p<0.05 with Beta=0.897), working environment (p=0.000; p<0.05 with Beta=0.188) 
while supervisor indicated a negative value (p=0.437; p>0.05 with Beta=-0.046). This reveals that 
compensation benefits contributes the most to the job satisfaction of food and beverage 
manufacturing companies in Klang. Thus, it was concluded that there is significant influence 
between recognition of job performance, compensation and benefits, working environment and 
job satisfaction. However, there is no significant influence between supervisor and job satisfaction. 
As such, supervisor does not influence job satisfaction among employees of food and beverage 
manufacturing companies in Klang. 
5.4 Implication of Study 
The findings and results of this study will serve as an additional knowledgebase for literature made 
available on job satisfaction. This study helps in revealing factors that influence job satisfaction in 
food and beverage manufacturing companies in Klang. The researcher opines that this study offers 
several advantages in the following areas discussed below. 
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5.4.1 Theoretical Implication of Study 
The theoretical implication of this study ascertains that there is influence and relationship between 
recognition of job performance, compensation and benefits, working environment and supervisor 
and job satisfaction. This study has provided reference for job satisfaction with regard to food and 
beverage manufacturing companies in Klang. As part of the theoretical implication, the results 
were supported by the Frederick Herzberg's Motivation-Hygiene Theory where job satisfaction is 
driven by motivation and hygiene, indicating that those motivated will remain with the company 
and perform well for the organization. 
5.4.2 Practical Implication of Study 
As part of the practical implication of this study, the research conducted will serve as a key 
reference for the manufacturing companies and industry at large in Klang. Employers can take 
heed of the factors that influence job satisfaction while taking appropriate measures and steps to 
ensure that they are able to retain existing talent within their companies. These measures can be 
undertaken in line with improvement of current human resource management practices at their 
respective companies. This in tum will contribute to the productivity and sustainability of the 
company. 
5.5 Conclusion 
The study has revealed that the recognition of job performance, compensation and benefits and 
working environment are factors that have a positive relationship with employee job satisfaction 
in food and beverage manufacturing companies in Klang, where compensation and benefits is seen 
to have the strongest relationship with employee job satisfaction. Manufacturing companies may 
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take heed to ensure that this factor is given due importance to ensure employees remain satisfied 
at their workplace. Supervisor however is seen as less significant in influencing employee job 
satisfaction in food and beverage manufacturing companies in Klang. Due attention should be 
given to improve this relationship for sustainability of existing talent within the organization. The 
findings and results obtained provides clarity on the relationship of these independent variables 
with employee job satisfaction. It is an opportunity for manufacturing companies to relook at their 
practices for future improvement and sustainability. 
Conclusively, the study has shown that human resource management practices are vital in 
influencing employee job satisfaction in manufacturing companies. As such, due procedures and 
practices need to be in place to ensure that the wellbeing of employees being the asset of the 
organization are given due importance for the achievement of organizational objectives. 
5.6 Recommendation for Future Research 
The future research method must be extended to the other elements from both employer and 
employee perspective to identify the factors which are influencing employee job satisfaction in 
food and beverage manufacturing companies in Klang. 
Additionally, the future research should aid in identifying other factors that are influencing 
employee job satisfaction such as organizational culture in manufacturing companies. More 
independent variables should be added in future studies to expand the scope of research to include 
manufacturing companies in other demographic areas in Malaysia in order to get a large amount 
of targeted respondents which would be highly supportive for the future analysis and findings. 
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In future, researcher suggests to add more methodological analysis in order to enhance the study 
objective. The questionnaire can be created to be more detailed for future research. Limitations 
found in this study can be used as a milestone to create a broad spectrum of study of manufacturing 
companies at large. 
This study can serve as a guideline to recognize the influencing factors for job satisfaction among 
employees of food and beverage manufacturing companies in Klang. It is an opportunity for 
employers to review their existing practices and processes in place to complement employee job 
satisfaction in achieving the organizational goals and objectives. 
62 
REFERENCES 
Aaker, D. A., Kumar, V., & Day, G. S. (2007). Marketing research (9th ed.). Hoboken, NJ: John 
Wiley & Sons. 
Abualrub, R. (2013 ). Job stress, recognition, job performance and intention to stay at work among 
Jordanian hospital nurses. Journal Of Nursing Management, 16, 227-236. 
Aiken, L., Clarke, S., & Sloane, D. (2015). Hospital staffing, organizational support and quality 
of care: cross-national findings. International Journal for Quality in Health Care, 50(5), 
87-94. 
Akintayo, D. (2012). Working environment, workers' morale and perceived productivity in 
industrial organizations in Nigeria. Education Research Journal, 2 (3), 87-93, retrieved from 
http ://resj ournals .com/ERJ /Pdf/2012/Mar/ Akintayo. pdf 
Ariani, D. (2015). Relationship with Supervisor and Co -Workers, Psychological Condition and 
Employee Engagement in the Workplace. Journal of Business And Management, 4(3), 34-47. 
Retrieved from http://www.todayscience.org/JBM/a1ticle/jbm.v4i3p34.pdf 
Arnetz, B. (2015). Staff perception of the impact of health care transformation on quality of care. 
Journal/or Quality in Health Care, 1 1  (  4), 345-51. 
Artz, B. (2015). Fringe Benefits and Job Satisfaction, 1(1), 9-15. Retrieved from 
https://www.uww.edu/Documents/colleges/cobe/economics/wpapers/08 03 Artz.pdf 
Awais Bhatti M. & Veera. (2015). Business research: quantitative and qualitative methods. 
Pearson 
Baah, K., & Amoako, G. K. (2015). Application of Frederick Herzberg' s Two-Factor Theory in 
and Understanding Employee Motivation at Work: a Ghanaian Perspective. European Journal 
of Business and Management, 3(9), 1-8. 
Babin, J .B . ,  &  Boles, J. S. (2015). The Effects of Perceived Co-Worker Involvement and 
Supervisor Support on Service Provider Role Stress, Performance and job Satisfaction. 
Journal of Retailing, 72(1), 57-75. 
Bagraim, J. J. & Hime, P. (2007). The dimensionality of workplace interpersonal trust and its 
relationship to workplace affective commitment. South African Journal of Industrial 
Psychology 33(3), 43-48. 
Bakotic, D., & Babic, T. B. (2015). Relationship between Working Conditions and Job 
Satisfaction: The Case of Croatian Shipbuilding Company. International Journal of 
Business and Social Science, 4(2), 206-213. 
63 
Baloyi, S., Waveren, C., & Chan, K. (2014). The Role of Supervisor Support In Predicting 
Employee Job Satisfaction From Their Perception Of The Performance Management 
System: A Test Of Competing Models In Engineering Environments. The South African 
Journal of Industrial Engineering, 25(1 ), 85. http://dx.doi.org/l 0. 7166/25-1- 739 
Bidisha, L.D. and Mukulesh, B., (2013). Individual and Occupational Determinants of Job 
Satisfaction, Work and Occupations, pp. 337-366. 
Borgogni, L., Russo, S., & Latham, G. (2016). The Relationship of Employee Perceptions of the 
Immediate Supervisor and Top Management With Collective Efficacy. Journal of Leadership 
& Organizational Studies, 18(1), 5-13.  
Bradler, C., Dur, R., Neckennann, S., & Non, A. (2013). Employee Recognition and 
Performance: A Field Experiment, 9(1), 2-28. Retrieved from 
https://www.uis.no/getfile.php/Forskning/Bilder/09%20%C3%98konomi/Dur%20Scarcityl 
80528 withauthors.pdf 
Buglear, J. (2015) . Quantitative Methods for Business The A-Z of QM. Burlington: Elsevier. 
Buhai, S., Cottini, E., & Nielsen, N. (2008). The Impact of Workplace Conditions on Firm 
Performance (Working Paper Number 08-13). Retrieved from 
http://www.hha.dk/nat/wper/08-13 sebu.pdf 
Caligiuri P., Lepak D. and Bonache J. (2010). Global Dimensions of Human Resources 
Management: Managing the Global Workforce, Hoboken, NJ: John Wiley & Sons, Inc. 
Carnegie, D. (2016). Enhancing Employee Engagement: The Role Of The Immediate 
Supervisor, 1(1), 2-6. 
Castillo, J. X., & Cano, J. (2015) . Factors Explaining Job Satisfaction Among Faculty. Journal of 
Agricultural Education, 45(3), 65-74. 
Chandrasekar, K. (20 11)  Workplace environment and its impact on organisational performance in 
public sector organisations. International Journal of Enterprise Computing and Business 
Systems 1(1) ,  1-20.Retrieved from http://www.ijecbs.com/January2011/N4Jan201 l.pdf 
Chandrasekar, K. (2015) . Workplace Environment and Its Impact Organizational Performance in 
Public Sector organizations. International Journal of Enterprise Computing and Business 
Systems, 1(1) ,  1- 19 .  
Chen, S., Yang, C., Shiau, J., & Wang, H. (2015). The development of an employee satisfaction 
model for higher education. The TQM Magazine, 18(5), 484-500. Retrieved from 
http://www.emeraldinsight.com/doi/abs/ I 0.1108/09544 780610685467 
Clark, A. E. (2015). Job satisfaction and gender: Why are women so happy at work? Labour 
Economics, 4(4), 341-372. 
64 
Danish, R. & Usman, A. (2015). Impact of Reward and Recognition on Job Satisfaction and 
Motivation: An Empirical Study from Pakistan. International Journal of Business And 
Management, 5(2), 159-168.  
DeCenzo D. A. and Robbins S. P. (2010). Fundamentals of Human Resource Management (10th 
ed.), Hoboken, NJ: John Wiley & Sons, Inc. 
DelVecchio, D., Jarvis, C. B., Klink, R. R., & Dineen, B. R. (2007). Leveraging brand equity to 
attract human capital. Marketing Letters, 18(3), 149-164. http://dx.doi.org/10. l 007 Isl I 002- 
007-9012-3 





Department of Statistics Malaysia Official Portal. (n.d.). Retrieved from 
https://www.dosm.gov .my/v I /index.php?r=column/cthemeByCat&cat=4 I 5&bul id=bU JEd 
ElVOTViR2g3VzZzamFTa I pTZz09&menu id=bOpIV IE3R W40VWRTUkZocEhyZI pLU 
T09 
Dessler, (2008). Revising the adaptation theory of well-being. Ameritan Psychologist, I, 
305-314.). 
De Waal, M., Rink, F., & Stoker, J. (2015). How internal and external supervisors influence 
employees' self-serving decisions. (pp. 1-37). (DNB paper series; No. 464). Amsterdam: De 
Nederlandsche Bank. DOI: I0.2139/ssrn.2575562. 
Dirks, Kirk T. & Ferrin, D. L. (2001). The role of trust in organizational settings. Organization 
Science, 12(4): 450-467 
Drury, D. (2015) . The Supervisor- Employee Relationship, 1(1), I 0-16. 
Ducharme, L. & Martin, J. (2016). Unrewarding Work, Coworker Support, and Job Satisfaction. 
Work And Occupations, 27(2), 223-243. 
Edgar F. and Geare A. (2005). "HRM practice and employee attitudes: Different measures­ 
different results", Personnel Review, Vol. 34, No. 5, pp. 534-549. 
Eslami, J., & Gharakhani, D. (2012). Organizational commitment and job satisfaction. Journal of 
Science and Technology, 2(2), 85-91. 
Forret, M. & Love, M. (2016). Employee justice perceptions and coworker relationships. 
Leadership & Organization Development Journal, 29(3 ), 248 - 260. 
Gazioglu, S., & Tanselb, A. (2015). Job Satisfaction in Britain: Individual and Job Related 
Factors. Applied Economics, 38(10), 1 163 - 1 17 1 .  
65 
Gebremichael, H., & Prasada Rao, B. V. (2013). Job satisfaction and organizational 
commitment between academic staff and supporting staff (Wolaita Sodo University - 
Ethiopia as a case). Fae East Journal of Psychology and Business, I !(I), 11-32. 
Ghosh, P., Satyawadi, R., Joshi, J.P. and Shadman, M (2013) Who Stays With You? Factors 
predicting employees' intention to stay, International Journal of Organisational Analysis 
Vol. 21 No. 3 pp.288-312 
Goh, L. (2012, February 19). Why job-hoppers hop. Retrieved June 9, 2013, from Malaysian 
Employers Federation: 
http://www.mef.org.my/library/MC MEFinthenews/SunStar J 202 l 9a.pdf 
Gostick A. and Elton C. (2007). The Daily Carrot Principle: 365 Ways to Enhance Your Career 
and Life, New York: Simon & Schuster. 
Gould-Williams, J. & Davies, F. (2005). Using social exchange theory to predict the effects 
HRM practice on employee outcomes: An analysis of public sector workers. Public 
Management Review, 7(1 ): 1-24. 
Hair, J.F., Jr, Anderson, R. E., Tatham, R.L. & Black, W.C. (1998). Multivariate data analysis. 
(51h Ed). Upper Saddle River, NJ: Prentice-Hall. 
Hair, J.K., Black, B. R., Babin, H .B . ,  Anderson, P .R . ,  & Tatham, C.R (2006). Multivariate 
data analysis. 6th edition. New Jersey. Pearson Education., Jn.tern.ation.al. 
Hair, J., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data analysis 
(7th ed.). Upper saddle River, New Jersey: Pearson Education, International. 
Harrison, K. (2016). Why employee recognition is so important, 1(1),  33. Retrieved from 
http://www.cuttingedgepr.com/articles/emprecog so important.asp 
Harter, James K.; Schmidt, Frank L.; Hayes, Theodore L (2013), Business-unit-level 
relationship between employee satisfaction, employee engagement, and business 
outcomes: A meta-analysis, Journal of Applied Psychology, Vol. 87(2), pp. 268-279 
Hassan, M., Toylan, N., V., Semercioz, F., & Aksel, I (2012) Interpersonal trust and its role in 
organizations. International Business Research 5(8) retrieved from 
http://ccsenet.org/j ournal/index. php/ibr/ article/view File/ 18465/ 125 6 5 
Hassan, W., Razi, A., Qamar, R., Jaffir, R., & Sohail, S. (2013). The Effect of Training on 
Employee Retention. Global Journal of Management and Business Research 
Administration and Management, 13(6), 16-20. 
Hastings, R. (2015). Job Security and Benefits Most valued by Employees, 2(1), 223-230. 
Retrieved from https://www.shrm.org/resourcesandtools/hr-topics/employee- 
relations/pages/jobsecurityandbenefits.aspx 
66 
Hatice Ozutku. Volume 3 Number 3 2012. The Influence of Intrinsic and Extrinsic Rewards 
on Employee Results: An Empirical Analysis in Turkish Manufacturing Industry, 29--48. 
Haynes, Barry (2008). The impact of office comfort on productivity. Journal of 
Facilities Management, 6 (I), 3 7-51. 
Herzberg, F., Mausne, B., & Snyderman, B. (2015). The Motivation to Work. Jhon Wiley. 
Hickey, A. & Bennett, S. (2012). Canadian public service employee satisfaction and its main 
drivers. Canadian Public Administration, 55( I), 5-23. http://dx.doi.org/l 0 . 1 1 1 1 / j .  l  754- 
7121.2012.00203.x 
Hoppok, R., & Spielgler. (2015). Job Satisfaction. Occupations: The Vocational Guidance 
Journal, 16(7), 636-643. Retrieved from 
http://onlinelibrary.wiley.com/doi/10.1002/j.2164-5892. I 938.tb00348.x/abstract 
Izwar, I. (2014). The Relationship between Job Stress, Co-Worker Support and Organization­ 
Based Self-Esteem: A Survey across Different Occupations, 5(2), 3-6. Retrieved from 
https://www .guestia.com/library/j oumal/1 P3-32960828 I l/the-relationship-between-job­ 
stress-co-worker -support 
Jobstreet Survey 2017:  More Malaysians Dissatisfied at Work I JobStreet. Malaysia. 
Retrieved from https://www.jobstreet.com.my/career-resources/malaysians-dissatisfied­ 
work/#. WOgu-tUzbIU 
Kim, J., York, K. M., & Lim, J. S. (20ll). The role of brands in recruitment: A mixed brand 
strategy approach. Marketing Letters, 22(2), 165-179. http://dx.doi.org/10.1007/sl 1002- 
010-9 119-9 
Koys, J. D. (2014). The effects of employee satisfaction, organizational citizenship behavior, 
and turnover on organizational effectiveness: A unit-level, longitudinal study, 54( 1 ), IO  1- 
1 14 .  Retrieved from http://onlinelibrary.wiley.com/doi/10.1111 /j.1744- 
6570.200 l .tb00087 .xi abstract 
Kleiman, C. (2016). Supervisors vital to job satisfaction, 5(3), 1 14-120. Retrieved from 
http://articles.chicagotribune.com/2004-01-22/business/0401220369 I tulgan-points­ 
supervisors-job-satisfaction 
Koh, H. & Boo, E. (2014). Organisational ethics and employee satisfaction and commitment. 
Management Decision, 42(5), 677-693. 
Lin, S. & Lin, J. (2016). Impacts of coworkers' relationships on organizational commitment­ 
and intervening effects of job satisfaction. African Journal Of Business Management, 5(8), 
3396-3409. Retrieved from http://www.academicjoumals.org/joumal/AJBM/article-full­ 
text-pdf/OE0258634882 
67 
Luthans, F. (2014). The Impact of Recognition on Employee Performance: Theory, Research 
and Practice, 1(1), 90-110. Retrieved from 
https://www.researchgate.net/publication/228536942 The Impact of Recognition on 
Employee Performance Theory Research and Practice 
Milkovich G. T. and Newman, J .M.  (2008). Compensation (9th ed.), Boston: McGraw-Hill 
Irwin. 
Mafini, C., & Pooe, D. R. I. (2013). The relationship between employee satisfaction and 
organisational performance: Evidence from a South African government department. The 
SA Journal of Industrial Psychology, 39(1). 
Markey, R., Ravenswood, K., & Webber, D. (2010). The impact of the quality of the work 
environment on employees' intention to quit. Economics Working Paper Series, 1(1). 
Masood, A., -Ul-Ain, Q., Aslam, R., & Rizwan, M. (2014). Factors Affecting Employee 
Satisfaction of the Public and Private Sector Organizations of Pakistan. International 
Journal Of Human Resource Studies, 4(2), 97. http://dx.doi.org/ I 0.5296/ijhrs.v4i2.5902 
Matzler, K. & Renzi, B. (2013). The Relationship between Interpersonal Trust, Employee 
Satisfaction, and Employee Loyalty, 17(10), 1261 - 127 1 .  
Meisler, G. (2014). Exploring emotional intelligence, political skill, and job satisfaction. 
Employee Relations, 36(3), 280-293. http://dx.doi.org/l 0.1108/er-02-2013-0021 
Miller, S. (2014). Better Pay and Benefits Loom Large in Job Satisfaction, J(l) ,  75-80. 
Min, L. & Yong, S. (2014). Coworker's relation influence on individual job performance: A 
contextualizing research. Journal Of Chemical And Pharmaceutical Research, 6(5), 1986- 
1993. Retrieved from http://www.jocpr.com/articles/coworkers-relation-influence-on­ 
individual-job-perfonnance-a-contextuanzing-research.pdf Multivariate data analysis. 6th 
edition. New Jersey. Pearson Education, Inc. 
Mondy, R.W. and Mondy, J.B . (2012) Human Resource Management.12th Edition, Pearson 
Education Limited, Boston. 
Nelson B. (2005). 1001 Ways to Reward Employees (2nd ed.), New York: Workman 
Publishing. 
Netemeyer, R. G., Bearden, W. 0., & Sharma, S. (2003). Scaling procedures: issues and 
applications. Sage Publications, London. 
Neves, P. & Caetano, A. (2015). Commitment to change: Contributions to trust in the 
supervisor and work outcomes. Group & Organization Management, 34(6): 623-644. 
68 
Nunnally, J.C. (1981).  Psychometric theory. (2nd Ed). New Delhi: Tata McGraw-Hill 
publishing Co Ltd. 
Oklen, F., & Rotem, D. (1986). Simple Random Sampling from Relational Database. Paper 
presented at the Twelfth International Conference on Very Large Data Bases. 
Retrieved from http://www.vldb.org/conf/1986/P 160.PDF 
Olusegun, S. 0. (2013). Influence of Job Satisfaction on Turnover Intentions of Library 
Personnel in Selected Universities in South West Nigeria. Library Philosophy and 
Practice, 4. 
Rabey, G. (2007). Diagnose - then act: Some thoughts on training today. Industrial and 
Commercial Training, 39(3), 164-169. 
Rathi N. and Rastogi R. (2008). "Job satisfaction and psychological well-being", The ICFAI 
Journal of Organizational Behavior, Vol.7, No. 4, pp. 47-57. 
Robbins NR (2003). Ideas for Invigorating morale in higher education. 
CUPA-HR J. 54(2): 19-21. 
Rogel, C. (2010, November 22). Employee Satisfaction vs. Motivation and Employee 
Engagement. Retrieved June 4, 2013, from Decision Wise: http://www.decisionwise. 
com/blo g/201 0/ 1 1  /22/ employee-satisfaction-vs- moti vati on-and-emp loyeeengagemen ti 
Sakovska, M. (2012). Importance of Employee Engagement in Business Environment. Aarhus 
School of Business and Social Sciences, Aarhus University, 3. 
Schaufeli, W. B., & Bakker, A. B. (2003). Utrecht Work Engagement Scale (UWES): Test 
manual. Unpublished manuscript. Department of Psychology, Utrecht University, The 
Netherlands. 
Sekaran, U. (2003). Research methods for business: A skill building approach. John Wiley & 
Sons Publications. 
Sekaran, U. (2006). Research methods for business: A skill building approach, 4th edition. John 
Wiley & Sons Publications. 
Sekaran, U. and Bougie, R. (2013). Research Methods for Business - A Skill Building 
Approach. 6th Edition, John Wiley and Sons, West Sussex. 
Spector, P., Application, assessment, causes and consequences. CA: Sage Publishers, 1997. 
Shibbir Ahmad, Al-Amin B.Khalil, CA.A.Rashed, M.Iqbal, Nasrin Ferdoush. Volume 5, Issue 
69 
Suriyank:ietkaew, S., & C. Avery, G. (2014). Employee satisfaction and sustainable leadership 
practices in Thai SMEs. Journal Of Global Responsibility, 5(1), 160-173. 
http://dx.doi.org/l 0.1108/jgr-02-2014-0003 
R. Thahier, S. Ridjal and F. Risani, 'The influence of leadership style and motivation upon 
employee performance in the provincial secretary office of West Sulawesi", International 
Journal Of Academic Research, 6(1), 2014. 
Tak, C. T., & Wong, A. (2015). The impact of knowledge sharing on the relationship between 
organizational culture and job satisfaction: The perception of information communication 
and technology (ICT) practitioners in Hong Kong. International Journal of Human 
Resource Studies, 5(1), 1-17. doi:10.5296/ijhrs.v5il.6895 
Teal, B. (2013). Immediate Supervisors Are Key to Employee Engagement, 1(1), 9-20. 
Vermandere, C. (2013). Impact of salary on job satisfaction, 1(1), 4-8. Retrieved from 
https://www.eurofound.europa.eu/obse1vatories/emwork/articles/impact-of-salary-on­ 
job-satisfaction 
Vestal, K. (2012). Which Matters: Employee Satisfaction or Employee Engagement? Nurse 
Leader, 10(6), 10-1 l .  http://dx.doi.org/10.1016/j.mnl.2012.09.009 
Welbourne, Theresa M. (2007). "Employee engagement: Beyond the fad and into the executive 
suite." Leaderto Leader 2007(44): 45-51. 
YusufN. & Metiboba S. (2012) Work environment and job attitude among employees in a 




Section A: Personal Information 
Please tick ( ..Jj in the appropriate box. 
I. Gender 
D Male 
2. Age (years old) 
D Below20 




4. Highest Education Level 
D Female 














The survey questionnaire are concerned with various conceptions on job satisfaction, recognition 
of job performance, compensation and benefits, working environment and supervisor. 
Answer by circling the number which best corresponds to your opinion. There are no right answers. 
Please read the statements carefully and circle your preference number on your opinion. 
Please indicate your level of agreement for the following statements. 
Strongly Disagree 
SD 





1 2 3 4 5 
Part A: Researcher would like to investigate on employee job satisfaction. Please state your 
- 
level of agreement with the following statements. 
- 
No Descriptions SD D N A SA 
I 
My job in this organization has met my expectations 
1 2 3 4 5 
- Overall, I am pleased with my work 4 2 1 2 3 5 
3 
I am satisfied in my current job scope 
1 2 3 4 5 
- My current work situation is not a major source of frustration in 
4 my life 1 2 3 4 5 
-- 
Part B: Researcher would like to investigate on recognition of job performance. Please state 
your level of agreement with the following statements. 
- 
No Descriptions SD D N A SA 
1 The performance management system in my company is fair I 2 3 4 5 
- 
2 The performance management system in my company IS I 2 3 4 5 
- implemented continuously not just as a one off event 
3 My company performance management system has clear 1 2 3 4 5 





No Descriptions SD D N A SA 
4 The performance management system allows my company to 1 2 3 4 5 
clearly communicate key performance strategies and goals across 
the entire organization 
5 My company's performance management system allows 1 2 3 4 5 
teamwork and collaboration among all key stakeholders 
Part C: Researcher would like to investigate on compensation and benefits. Please state your level 
of agreement with the following statements. 
No Descriptions SD D N A SA 
1 I feel that I am given an adequate and fair compensation for the I 2 3 4 5 
work I do 
2 My organization pays salary by considering responsibilities at I 2 3 4 5 
work 
3 My company does a good job of linking rewards to job I 2 3 4 5 
performance 
4 Promotions are handled fairly in my organization I 2 3 4 5 
Part D: Researcher would like to investigate on working environment. Please state your level of 
agreement with the following statements. 
No Descriotions SD D N A SA 
I My company work environment is good and highly motivating I 2 3 4 5 
2 Working conditions are good in my company I 2 3 4 5 
3 It is easy to take time off during our work to take care of personal I 2 3 4 5 
or family matters 
4 My company offers sufficient opportunities to develop my own 1 2 3 4 5 
abilities 
5 The company provides enough information to discharge my I 2 3 4 5 
responsibilities 
73 
Part E: Researcher would like to investigate on supervisor. Please state your level of agreement 
with the following statements. 
No Descriptions SD D N A SA 
1 My immediate supervisor trusts me 1 2 3 4 5 
2 My immediate supervisor helps me to improve my work skills 1 2 3 4 5 
3 My immediate supervisor takes prompt and fair corrective actions 1 2 3 4 5 
4 My immediate supervisor establishes plans and work objectives I 2 3 4 5 
with me 
5 My immediate supervisor gives me clear instructions 1 2 3 4 5 
6 My immediate supervisor is available when I need advice I 2 3 4 5 
I would like to thank you for participating in this questionnaire. Your feedback and 
contribntion is very much appreciated. 
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